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ABSTRACT
It was once believed that a woman’s physical appearance benefited her in many aspects
of life, including her career. Following the progression of the #MeToo movement, society has
seen beauty become a liability for women in the workplace. This investigation dives into this
phenomenon and redirects the focus to an earlier point in the timeline of a female’s professional
career: the hiring process. Specifically, this paper begins to uncover an answer to the longstanding question of whether or not a woman should include a photo of herself on her resumé or
CV. Across two quantitative studies, I investigate whether or not increased effort to enhance
attractiveness or “beauty work” (e.g., makeup, hair styling, etc.) will aid or harm efforts to
achieve employment, as a result of perceived morality and its effect on perceived lack of fit. This
research examines the responses of survey participants in an emulated hiring manager role. The
findings of this research have the potential to reveal biases on the basis of appearance in hiring
processes, an issue with particular relevance in the current social climate. Specific implications
lie within the realm of human resources and Title VII of the Civil Rights Act (for organizations)
and best practices for achieving employment (for individuals).
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INTRODUCTION
Historically speaking, women have fulfilled narrative roles of vixens, seductresses, and
jezebels to entertain audiences across cultures and generations. Both literature and pop culture
have introduced beautiful female characters with the potential to bring a man to his demise.
Helen of Troy became infamous in Greek legend as the indirect catalyst of the Trojan War in
1250 BC. Similar to the concept of sirens in Greek Mythology, one of German poet Heinrich
Heine’s most famous works Die Lorelei (1824) spins a tale of an enchanting mermaid who lures
sailors to their deaths by brushing her long, beautiful hair (See Appendix A). American films
such as Fatal Attraction (1987) thrill viewers with plots that warn of the dangers that can result
from conceding to one’s sexual desires. In the context of the aforementioned lores and narratives,
the female figures use their appearance to achieve ulterior motives of sinking ships or inciting
war between countries and families. At some point, these fictional stories and characters evolved
into real news stories about real women facing the challenges created by stereotypes that were
born centuries before them. By painting pictures of women in this light year after year, female
beauty has become less of an advantage and more of a liability for women in many areas of their
daily lives, but particularly in their careers (Heilman & Saruwatari, 1979).
In 2013, the Iowa Supreme Court ruled in favor of Dr. James Knight after he fired his
dental assistant on the basis of her looks, claiming she was becoming increasingly distracting to
him at work and presented a threat to his marriage (Nelson vs. Knight, 2013). This ruling,
coupled with those in similar cases such as Tenge v. Phillips Modern Ag. Co and Platner v. Cash
& Thomas Contractors, Inc., sets the precedent that a woman can be fired based on her physical
appearance. This raises the question: Can a woman also fail to be hired based on her
appearance?
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Cash and his team were the first to identify the liability of beauty for women in the
workplace (1977). As a result, further areas of study have emerged regarding the competent
female job candidate and whether or not her appearance will affect the likelihood of her
employment. Previous research also states that a person’s outward appearance can be
subconsciously judged within 13 milliseconds (cited in Sheppard & Johnson, 2019). With an
applicant’s resumé being the first point of contact and impression with a potential employer, I
explore how the presence of a photo on an applicant’s resumé impacts job-related outcomes such
as likelihood of an interview and starting salary.

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT
Appearance
Upon an initial search of the literature, it has been shown that womankind already faces a
unique set of challenges in the workplace, regardless of appearance. Researchers have found that
female status negatively affects outcomes in hiring decisions, perceived characteristics of
successful managers, and assumed unfit temperament for management responsibilities. In total,
women were not expected to be more successful than men in a single work category (cited in
Heilman & Saruwatari, 1979). Heilman stated that subjects of both genders assume that the
attributes of males are generally more desirable than the attributes of females in a work
environment (1983). When women, who are already at a disadvantage in the workplace, happen
to look a certain way, an additional set of negative repercussions are expected. These can include
negative assumptions of moral character, competence, and emotional suitability (Samper et al.,
2018, Halkias, 2020).
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The majority of investigations into the relationship between physical appearance and
employment were performed in the 1970s and 1980s, followed by a lull in the research in the
1990s, and then continued exploration in the 2000s (Sheppard & Johnson, 2019). Though this
research has occurred over the last several decades, findings, particularly relating to female
appearance and job suitability, continue to be inconsistent without indication of a pattern over
time, especially under varying scopes of study (Johnson et. al., 2010). For the purposes of this
paper, research on appearance has been separated into three dimensions: cosmetics, innate
attractiveness, and effort, with the intention of untangling prior contradictions and with specific
emphasis on investigations centered around women as job candidates in hiring situations or
subjects in personnel decision-making processes.

Cosmetics and Attractiveness
The female use of cosmetics dates back centuries and has been a long-standing
controversial topic. Tribal women used body paintings as a ritual of communication, power, and
honor (Negrin, 2000). English royalty brushed their faces with pale powders to signify elite
status and beauty (cited in Samper et al., 2018). The controversy arises when observers consider
cosmetics to be a method of deception and inauthenticity, as an effort to conceal one’s true self
behind the mask of colorful products. Cosmetics are a form of unenduring alteration that women
use to look more attractive (Negrin, 2000).
Another significant theory surrounding the relationship between a person’s physical
characteristics and hiring practices is a concept known as “What is beautiful is good”, a phrase
that originated in ancient Greek poetry (see Sappho ca. 630 B.C.) and was later repurposed by
Dion et. al. in 1972. 19th century English philosopher J.C. Schiller wrote, “Physical beauty is the
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sign of an interior beauty, a spiritual and moral beauty…” (1882). With this concept in mind,
Dion and her colleagues conducted a study to find substantiating evidence of the existence of a
physical attractiveness stereotype. This subject has been covered extensively in previous
literature, with no shortage of contradictions. Dion and her team’s results indicated that attractive
men and women were more likely to be judged as being socially desirable, more likely to have
more prestigious occupations, more likely to be competent spouses, and expected to have more
total happiness in their lives than less attractive individuals. These findings verify that the
essence of the physical attractiveness stereotype corresponds with the “What is beautiful is
good” thesis (1972). That particular thesis has been identified as the major moderator in the
various treatment of individuals based on attractiveness, as a result of assessed characteristics
perceived through implicit personality frameworks (Eagly et. al, 1991, pg. 110).
In circumstances related to employment, Johnson et al. cited attractive individuals
receiving the following beneficial outcomes: higher salary offers, better performance
evaluations, and increased hireability ratings (2010). If all of these wonderful things are
happening to beautiful people, how can there be complaints? Further reading explains the other
side of the coin; there is evidence of beauty being a double-edged sword. Heilman and
Saruwatari concluded that attractiveness was detrimental to women seeking managerial positions
(found to be inherently masculine), but a benefit when seeking clerical ones (found to be
inherently feminine). When seeking managerial positions, it was recommended by respondents
that unattractive candidates get paid more than their attractive counterparts (1979).
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Effort and Beauty Work
Effort, as one dimension of appearance, has received little attention in previous literature,
yet heavily impacts the formation of social perceptions such as morality (Samper et al., 2018).
Effort, separate from attractiveness, describes the amount of work someone puts into improving
their appearance. Kwan and Trautner define the term “beauty work” as “the beauty practices
people perform on themselves to elicit certain benefits within a social hierarchy” (2009). This
term refers to self-performed practices such as applying makeup, styling hair, self-tanning,
exercising, etc. Prior research has identified a paradox that exists between traditional perceptions
of attractiveness, another dimension of appearance, and beauty effort. Whereas attractive people
are generally perceived more favorably (Langlois et al., 2000), people who are seen to have put
in more effort to enhance their appearance are negatively perceived (Samper et al., 2018).
Samper et al. chalk this phenomenon up to the origin and nature of both concepts. Physical
attractiveness is generally considered to be an uncontrollable biological characteristic inherited
genetically (Langlois et al., 2000). Effort is considered to be a conscious action taken to improve
one’s natural physical characteristics, which can be positively associated with misrepresentation,
vanity, and immorality (Samper et al., 2018). Building on the work of Samper et al., the current
research seeks to differentiate effort from inherent physical attractiveness as the independent
variable in the relationship between appearance and hiring decisions. However, this research
distinguishes itself by incorporating an appearance indicator on a candidate’s resumé and looking
at its specific effect on likelihood of gaining an interview and starting salary.
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Implicit Personality Theory and Stereotypes
Implicit Personality Theory predicts that within the realm of hiring practices, decision
makers (interviewers, managers, etc.) will perceive attractive individuals more positively than
less attractive individuals as a result of a generally positive stereotype associated with
attractiveness (Langlois et al., 2000). However, these findings were unable to be replicated by
Hosoda et. al. in 2003, leading us, again, to suspect that the subjective construct of attractiveness
may need to be further specified to perceived effort. The two studies in my exploration
operationalize appearance as beauty effort to investigate the impact of appearance on perceived
morality and its ability to increase perceived lack of fit pertaining to job requirements using
implicit personality framework.

#MeToo and Morality
The topic of female appearance does not fall on deaf ears in today’s social climate. We
are living and working amidst a revolutionary civil rights movement for women in the workplace
(See nytimes.com/series/metoo-moment). Beginning in 2006, the #MeToo Movement was
initiated by survivor and activist Tarana Burke (Metoomvmt.org). It was later re-popularized in
October of 2017 when Harvey Weinstein was the first target of one of the most widespread
whistle-blowing operations in US history (Hebert, 2018). The Hollywood producer was first
publicly accused of sexually assaulting actress Alyssa Milano, who later prompted other women
to tweet using the namesake “#metoo” if they had experienced harassment in the workplace
(Tippett, 2018). The hashtag was retweeted over 500,000 times and shared 12 million times on
Facebook in the first 24 hours (Hebert, 2018). This kind of exponential growth galvanized the
courage of female employees across industries to speak publicly about their sexual harassment
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stories and public figures, entertainers, and politicians were the first to be exposed (Tippett,
2018).
On a macro level, the #MeToo Movement sparked the reform of a precarious cycle in the
workplace: the solicitation of sexual favors from female subordinates in exchange for
employment opportunities or security, resulting in the silencing of those women and their careerending secrets. The cancel culture of modern-day media destroyed the personal and professional
lives of harassers such as Matt Lauer and Charlie Rose (Tippett, 2018). But what happened on a
micro-level?
Companies have started to become wary of both legal and social implications of a
potential scandal surrounding women in their offices (Tippett, 2018). A survey conducted by
Leanne Atwatar and her colleagues showed: (a) subjects expected men to become more hesitant
to interact with women colleagues - even in routine activities common of their jobs (b) 10% of
both male and female respondents reported a decreased willingness to hire beautiful women (c)
22% and 44% of men and women, respectively, predicted that men will become less likely to
include their female colleagues in work-centered social interactions (d) one in three men stated
they would be reluctant to participate in a one on one work meeting with a woman and (e) 56%
of women were concerned about men continuing their harassing behavior, while taking increased
precautions to avoid being caught (2021).
These findings contributed greatly to the previous research regarding appearance and
morality and have ultimately inspired the nature of this paper. In the current research, I seek to
build on the existing literature on appearance and hiring decisions by offering a new academic
perspective. Seeing as a definite conclusion has yet to be determined regarding the advantage or
disadvantage that attractiveness presents upon an individual, I explore the role of beauty effort
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(to ultimately enhance one’s attractiveness) in the relationship between a female job applicant
and the organization’s perception of her morality when making personnel decisions in a post#MeToo climate. Even if the hiring manager isn’t fearful of their own individual attraction or
behavior towards a female applicant, perhaps their decision to hire could be affected by their
fears of other employees or coworkers having inappropriate interactions with the candidate,
especially if she is perceived to be immoral herself. I predict the #MeToo Movement impacts the
perceptions of morality in the workplace, making morality a more desired quality in a job
candidate. This idea gives way to the following hypothesis:
H1: Increased visible beauty effort in a resumé photo will have a negative effect on a
hiring manager’s (a) likelihood to interview and (b) starting salary of a female
candidate.

The Lack of Fit Model
The Lack of Fit Model, used to explain occupational sex bias in the workplace, was
created in 1983 by Madeline Heilman at Yale University. Specifically, the model predicts a bias
resulting from a poor fit between the perceived attributes of a candidate and the perceived
requirements of the position. Further, we see that individuals find themselves treated according
to bias that emerges not because of who they are or what they have done but because of what
group they belong to (cited in Hosoda et al., 2003). With this reasoning, I believe that the
absence of perceived morality would be negatively regarded in terms of job requirements, thus
increasing the candidate’s lack of fit for the position. Additionally, Madeline Heilman has also
been able to show that increased lack of fit has a negative effect on salary, pay raises, and
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promotions, especially when concerning women (1983). My hypothesis has consequently been
expanded to include the following:
H2: Increased visible beauty effort in a resumé photo will have a negative effect on
perceived morality, which will decrease (a) the likelihood of an interview and (b) the
applicant’s starting salary, if she were to be awarded the position.
Figure 1 presents my theoretical model. My hypotheses are explored through two experimental
studies, followed by a discussion of the findings and implications.

STUDY 1
Study 1 was developed to gather preliminary information about the relationship between
providing a candidate photo on a resumé and its effects on the job-related decisions pertaining to
the candidate. A total of 138 participants were recruited and financially compensated through
Amazon Mechanical Turk (mTurk). Participant demographics can be found in Table 1.
Respondents were randomly assigned to one condition of the single-factor between-subjects
design with two experimental conditions (no photo vs. photo).

Methods
Participants were initially briefed with their fictitious role as the hiring manager for
Company ABC and shown a job description relating the responsibilities and desired
qualifications for a potential employee. After the briefing, participants were randomly assigned
to review one of two resumés for a fictional applicant. In the photo resumé condition, a photo of
the applicant was included on the top left of the resumé (see Appendix E for photo). In the non-
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photo condition, the resumé remained the exact same except the candidates initials in bold font
replaced the photo of the candidate.
After reviewing the job description and applicant’s resumé, subjects were then instructed
to answer a series of evaluative questions (See Appendix C for survey). The following dependent
measures were adopted from Heilman and Saruwatari’s related study of hiring practices in 1979,
“Based on the information provided to you, when making decisions about candidates to bring in
for the next round of interviews: (1 = I would NOT choose this person; 7 = I would definitely
choose this person).” Participants were also asked to assume the average starting salary for this
position was $40,000, and to choose a starting salary, ranging from $35,000 to $45,000 in $2,500
increments, for the applicant if she was recommended for hire. Demographic questions and an
embedded attention check question completed the study.

Results
Two participants failed the embedded attention check question and were removed from
the analysis, leaving a sample size of 136. Independent samples t-tests were conducted on
likelihood to interview and starting salary. There was no significant difference in likelihood to
interview based on the presence of a photo (Mno photo = 5.89 vs. Mphoto = 6.13, p = .214). Results
showed that participants in the photo condition recommended a higher starting salary (Mphoto =
$58,000.89) than those in the no photo condition (Mno photo = $55,505.86), however the difference
was not significant (p = .102).
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Discussion
Study 1 provides initial evidence the presence of a photo on a resumé has no significant
effect on likelihood to gain an interview or starting salary amount. These results suggest that
there are no significant benefits or consequences from providing a photo on a resumé regarding
these two outcomes. In Study 2, I examine the how appearance operationalized as beauty effort
impacts hiring decisions through perceptions of candidate morality.

STUDY 2
Study 2 was conducted to replicate and enhance the findings of Study 1. In addition,
Study 2 served to examine the underlying mechanism in the relationship of female hiring
candidate’s appearance and the decision intentions of the hiring manager. A total of 153
participants were recruited and financially compensated through mTurk. A single-factor
between-subjects experiment with three conditions (no photo vs. low effort photo vs. high effort
photo) was conducted. Participant demographics can be found in Table 1.

Methods
As in Study 1, participants were initially briefed with their fictitious role as hiring
manager for Company ABC and shown a job description relating the responsibilities and desired
qualifications for a potential employee. After the briefing, participants were shown one of three
resumés for a fictional applicant. The no-photo condition served as the baseline condition, while
the photo conditions consisted of a resumé with a photo, with one condition involving a low
level of effort in appearance and the other a high level of effort (See Appendix E for photos). To
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control for confounding variables, the same woman modeled in both photos, wearing the same
outfit, but with two varying degrees of effort (See Appendix D for survey).

Pretest
A pretest of the images was conducted to ensure the effort manipulation was as designed.
Fifty-nine participants were recruited from mTurk in exchange for fair monetary compensation.
Participants viewed either the low effort photo (n = 29) or the high effort photo (n = 29) and
were asked, “How much time do you think this person puts into getting ready each day?” and
were provided with a slider scale to adjust the time in minutes. Further, to ensure the level of
attractiveness was the same across manipulations, participants responded to a six-item aesthetic
attractiveness scale (“the person in the photo is: flawed/perfect, poor-looking/nice-looking, not
very aesthetically pleasing/very aesthetically pleasing, unattractive/attractive, bad
appearance/good appearance, ugly/beautiful, α = .911) (Lam and Mukherjee, 2005). Results of
an independent samples t-test found those in the low effort condition perceived the individual to
spend significantly less time getting ready for the day (Mlow effort = 40.69 minutes) compared to
the individual in the high effort condition (Mhigh effort = 55.25 minutes, t (56) = -2.76, p = .008).
Thus, the manipulation was as designed. A second independent t-test was conducted to ensure
the similarity of perceived attractiveness. Results find no significant difference between the two
photos (Mlow effort = 5.53 vs. Mhigh effort = 5.18, p = .24).
Aside from the differing photos, both resumés were kept completely identical. After
reviewing the job description and applicant’s resumé, subjects were then instructed to answer the
same dependent measures used in Study 2. To assess the underlying mechanism of perceived
morality a three-item scale developed from Dong and Zhong (2017) was used. Items included:
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immoral/moral, corrupt/honest, and deceptive/upright (α = .93). Participants then completed an
embedded attention check question followed by demographics.

Results
All participants passed the embedded attention check measure and were included in the
analysis. To assess the effect of appearance on likelihood to interview and salary through
perceived morality, PROCESS Model 4, with 5000 bootstrap samples was used in separate
analyses. The no photo group served as the reference group in the low effort and high effort
conditions.
Likelihood to Interview. The effect of appearance (0 = no photo, 1 = low effort photo, 2 =
high effort photo) on perceived morality was found to be significant only when the photo was
high in effort. Meaning, when the resumé had an image that was perceived as being high in effort
appearance, the candidate was perceived as being less moral compared to when no photo was
provided (α = -.622, p = .006). In contrast, when the photo was low in perceived effort there was
no significant difference in perceived morality compared to the no photo condition (p = .714).
The effect of perceived morality on interview likelihood was significant, such that the higher the
individual perceived as moral, the more likely they were to receive an interview (b = .715, p <
.001). Further, the indirect effect of appearance on likelihood to receive an interview through
perceived morality was significant for the high effort photo condition (effect = -.444, 95% CI
from -.855 to -.098) but not for the low effort photo condition (effect = .057, 95% CI from -.188
to .331). The direct effect was non-significant for both photo conditions when perceived morality
was considered in the model. Full results can be found in Table 2.
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Starting Salary. The effect of appearance on starting salary through perceived morality
mirrored the results on likelihood to be interviewed. The effect of appearance on perceived
morality was only significant for the high effort photo condition. When compared to the no photo
condition, the high effort photo led to lower perceptions of morality of the candidate. In turn,
perceived morality had a significant positive effect on starting salary amount (b = 1425.60, p =
.005). While the direct effect of appearance on starting salary was non-significant when
perceived morality was included in the model for both photo conditions, the indirect effect was
significant only for the high effort condition (effect = -.887.07m 95% CI from -2054.20 to 124.25). Full results can be found in Table 3.

Discussion
Study 2 provides additional information about the relationship between appearance
indicators and hiring decisions by revealing the underlying mechanism of perceived morality.
Results demonstrated that there was no significant difference in perceived morality between the
no photo reference condition and the low-effort photo condition. Additionally, the likelihood to
gain an interview and starting salary amount did not change significantly between the reference
condition and the low effort condition. This suggests that the presence of a photo has little
impact on a resumé, so long as it is a low-effort photo. Then, by manipulating the level of effort
between both photo conditions, we see that there is a significant negative relationship between a
high effort of appearance photo and perceived morality. Specifically, a high effort resumé photo
yields a lower perceived morality, decreasing both the likelihood of an interview and starting
salary amount.
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GENERAL DISCUSSION
The presence of a candidate photo on a resumé has varying effects on likelihood of an
interview and starting salary amount, based on the perceived level of beauty effort put into the
appearance of the candidate. The results demonstrated that there is no significant difference in a
candidate’s perceived morality between a resumé with no photo and a resumé with a low-effort
photo. This resulted in no change in respondents’ recommendations for an interview or salary
amount. However, a high effort resumé photo decreased the candidates perceived morality,
lowering her chance of gaining an interview and her starting salary amount if hired. Together,
these findings present theoretical and practical implications for both individuals and
organizations.

Theoretical Implications
The majority of research surrounding appearance and hiring practices is centered around
the construct of attractiveness. The current research expands the existing literature by examining
the relationship between beauty effort and hiring decisions. Whereas attractiveness is considered
a relative measure that is difficult to quantify, effort is a more objective measure with little
attention in the existing literature. To further illustrate this point, results of Study 2 showed that
the low effort and high effort conditions were perceived with equal amounts of attractiveness yet
differing levels of effort. This offers a new academic perspective, particularly when the
relationship between effort and hiring decisions is mediated by perceived morality. Within the
realm of hiring decisions, these studies provide additional information on factors specifically
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affecting starting salary and likelihood to interview. Both of these outcomes have lacked
previous study in relation to effort. This research also has particular relevance in the research
fields of business, recruiting, and human resources.

Practical Implications
The current research extends to many areas within the realm of hiring practices. From an
individual standpoint, those seeking employment should consider the consequences of including
a candidate photo on their resumé. If they choose to include a photo, it is evident that the photo
should avoid a high effort perception of their appearance. In addition, including a photo with
perceived low effort does not have an effect compared to when no image was included. Thus,
candidates may be better off not including any image to avoid the risk of being perceived as
putting in too much effort to their appearance and in turn, immoral. Further, in an institutional
setting, organizations should practice caution in the consideration of candidates based on their
resumé photos. This presents the opportunity for implicit biases based solely on appearance and
presumptive character perceptions, rather than qualifications. Human resource managers may
wish to reduce the potential of bias by requesting that photos not be included on resumés or
implementing means of control to prevent hiring managers from viewing candidate photos prior
to an interview.

Limitations and Future Research
Although my findings offer helpful insight and contribution to the previous literature, the
current research lacks the replication in an appropriate field study. Though difficult to
administer, results could be better generalized if applied to real-world situations. I expect
findings to remain similar in terms of job-related outcomes based on appearance. The conceptual
16

framework also presents the opportunity to be further extended by finding substantiating
evidence of a moderation effect by the #MeToo movement. An indication of implicit biases as a
result of belief in the movement or fear of workplace scandal could increase the amount of
practical implications both socially and professionally. Finally, future research should be
conducted to identify specific elements of beauty work that contribute to the candidate’s
perceived morality based on her appearance (i.e., the use of eye makeup, hair styling, jewelry,
etc.). Though helpful in gathering initial evidence, the current research should be extended to
increase generalizability and specificity.
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APPENDICES
Appendix A – Die Lorelai by Heinrich Heine
Ich weiss nicht, was soll es bedeuten,
Dass ich so traurig bin;
Ein Märchen aus alten Zeiten,
Das kommt mir nicht aus dem Sinn.
Die Luft ist kühl, und es dunkelt,
Und ruhig fliesst der Rhein;
Der Gipfel des Berges funkelt
Im Abendsonnenschein.
Die schönste Jungfrau sitzet
Dort oben wunderbar,
Ihr goldenes Geschmeide blitzet,
Sie kämmt ihr goldenes Haar.
Sie kämmt es mit goldenem Kamme
Und singt ein Lied dabei;
Das hat eine wundersame,
Gewaltige Melodei.
Den Schiffer im kleinen Schiffe
Ergreift es mit wildem Weh;
Er schaut nicht die Felsenriffe,
Er schat nur hinauf in die Höh.
Ich glaube, die Wellen verschlingen
Am Ende Schiffer und Kahn;
Und das hat mit ihrem Singen
Die Lorelei getan.

I don't know what it means
That I am so sad
A legend of bygone days
That I cannot keep out of my mind.
The air is cool and night is coming.
The calm Rhine courses its way.
The peak of the mountain dazzles
With evening's final ray.
The fairest of maidens is sitting
Up there, a beautiful delight,
Her golden jewels are shining,
She's combing her golden hair.
She holds a golden comb,
Singing along, as well
An enthralling
And spellbinding melody.
In his little boat, the boatman
Is seized by it with a savage woe.
He does not look upon the rocky ledge
But rather high up into the heavens.
I think that the waves will devour
The boatman and boat in the end
And this by her song's sheer power
Fair Loreley has done.
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Appendix C – Study 1 Survey

Online Research Participation Consent Form
Primary Investigator: Hannah Daab
You are being invited to participate in an online research study conducted through Murray State University.
This document contains information you will need to help you decide whether to be in this research study
or not. You must be at least 18 years old to participate. Please read the form carefully and ask the
investigator questions about anything that is not clear. You should print a copy of this document for your
records.
1. Nature and Purpose of Project: The purpose of this survey is to investigate how physical
characteristics impact human perceptions. By conducting this survey the investigator hopes to learn
more about physical factors that are influential for in decision making practices and the perceptions
drawn based on those physical attributes.
2. Participant Selection: You are being asked to take part in this research study because you are
representative of the general population.
3. Explanation of Procedures: You will be asked to review hiring materials for a potential candidate
then answer a series of evaluative questions. You may also be asked to answer a series of questions
about yourself, your habits and opinions. You will answer the questions using a computer. Please
remember there are no right or wrong answers in this study; the investigator just wants your honest
opinion. You do not have to answer every question or complete every task.
Study Duration: It is expected that it will take you no longer than 15 minutes to complete this research
study.
4. Discomforts and Risks: There are no anticipated risks and/or discomforts for participants.
5. Benefits: This study is not designed to benefit you directly. However, your participation may help to
increase our understanding within the workplace.
6. Participant Compensation: You will be paid for being in this research study. Compensation for your
participation will be as stated on the HIT acceptance page and is set using acceptable market rates on
mTurk. Participants who complete the HIT will be compensated within 3 days through mTurk.
7. Confidentiality: Your participation in this study is anonymous. Neither the researcher nor anyone else
will know if you have participated or how you responded.
8. Refusal/Withdrawal: Your participation is strictly voluntary and you are free to withdraw/stop
participating at any time with no penalty.
9. Contact Information: Any questions about the procedure or conduct of this research should be brought
to the attention of Dr. Sarah Lefebvre at slefebvre@murraystate.edu.
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YOUR CONTINUED PARTICIPATION INDICATES THAT THIS STUDY HAS BEEN
EXPLAINED TO YOU, THAT YOUR QUESTIONS HAVE BEEN ANSWERED, AND THAT YOU
AGREE TO TAKE PART IN THIS STUDY.
This project has been reviewed by the Murray State University Institutional Review Board (IRB) for the
Protection of Human Subjects. If you have any questions about your rights as a research participant, you
should contact the MSU IRB Coordinator at (270)809-2916 or msu.irb@murraystate.edu.
START OF SURVEY
Thank you for agreeing to participate in this online study. Please take your time, read each question
carefully, and respond as honestly as possible. Specific questions have been inserted to check for your
attention along the way. At the end of the survey, you will receive a code to input for compensation through
mTurk.

[Scenario]
Please imagine yourself in the following scenario in as much detail as possible.
Imagine you are the hiring manager at Company ABC. The company has a current job opening for the
position of Accounts Receivable Manager. This position will report directly to you, because of this you are
part of the hiring team. A human resource manager has sent you a number of resumés to review and select
candidates from for initial interviews.
On the next screen you will be provided with the job description and a resumé from an applying candidate.
Please take your time to review the job description and resumé. You will then be asked a series of questions.

JOB DESCRIPTION
The ABC Company is looking for a highly motivated Accounts Receivable Manager.
This Accounts Receivable team is one of the most important teams in the Company. The team is
responsible to bring in our weekly collection goals to ensure vendors are paid on time, are exceeding
customer expectations and ultimately customer delight.
The Accounts Receivable Manager is responsible for overseeing the Accounts Receivables Specialists
and their relevant tasks. This includes the day to day activities of accounts receivable such as billing and
collection of invoices to ensure timely payments from our customers. You will help escalate internal and
external issues to our stakeholders and be a main point of contact for our biggest stakeholder, our
customers.
Responsibilities:
•

Supervise the activities of the Accounts Receivables Specialists
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•
•
•
•
•
•
•
•

Provide training, guidance, and direction to employees to ensure work is performed in an
efficient, timely, and knowledgeable manner
Assist with the calculation and communication of our collection goals to positively impact the
company
Oversee collection of invoices to ensure timely payment, issue resolution, and ultimately meet the
collection goals
Coordinate with Operations and Accountants to research and resolve order issues that impact
collections
Formulate and recommend collection policies and adherence to accepted standards
Identify trends, patterns, processes and strategic opportunities that will improve collections and
overall business performance
Communicate with all levels within Finance and the Business on AR risk that could impact the
business unit and company in a timely manner
Communicate professionally on customer inquiries and concerns

Qualifications:
•
•
•
•
•
•
•
•
•
•
•
•
•

Bachelor's degree preferred
4+ years of relevant business to business collections experience required
Previous management/leadership experience required
Demonstrate trustworthiness and ethical behavior
Proficient Microsoft Office Suite skills required
Strong attention to detail required
Demonstrate problem solving and analytical skills
Personal time management skills and organization
Ability to professionally communicate with all levels of the business
Demonstrate strong presentation skills
Ability to support multiple groups at one time
A strong team player with evidence of professional maturity and self-confidence
Demonstrate team leadership and project management skills
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RESUMÉ (CONDITION 1 – Sample image – Images used will be similar to those provided,
exact model may change)
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RESUMÉ (CONDITION 2 - Sample image – Images used will be similar to those provided,
exact model may change)
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[SURVEY QUESTIONS]
Please answer the following questions related to the candidate information you just reviewed.
1. All in all, how qualified do you think Linsey is for the position? (1=Very unqualified, 7=Very

qualified)
2. Based on the information provided to you, when making decisions about candidates to bring in
for the next round of interviews: (1 = I would NOT choose this person; 7 = I would definitely
choose this person)
3. How likely would you be to recommend hiring Linsey? (1=Very unlikely, 7=Very likely)
4. Assume Linsey was recommended for hire. Suggest her starting salary from among the five
choices below. Assume $40,000 is the national average salary for the position.
• $35,000
• $37,500
• $40,000
• $42,500
• $45,000
5. Based on the information provided to you, what is your impression of Linsey in terms of each
of the following? (7-point Likert)
• immoral / moral
• corrupt / honest
• deceptive / upright
• potentially harmful to the company / potentially helpful to the company
• manipulative / not manipulative
• not trustworthy / trustworthy
• unmotivated / motivated
• indecisive / decisive
• feminine / masculine
• emotional / unemotional
• attractive / unattractive
6. Please select Somewhat Agree as your response. (1=Completely disagree, 7=Completely
agree)
7. How much do you agree with each of the following statements? (1=Completely disagree,
7=Completely agree)
• The decision to hire Linsey involves high risk.
• Linsey has the same chance as standard job applicants of not performing as
expected.
• The likelihood of Linsey performing as expected is significantly lower than the
likelihood of standard employees performing as expected.
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8. Please describe the extent to which you feel each word describes Linsey. (1=Very inaccurate,
7=Very accurate)
• warm
• kind
• friendly
• sincere
• approachable
• competent
9. Please describe the extent to which you feel each word describes Linsey. (1=Very inaccurate,
7=Very accurate)
• intelligent
• capable
• skillful
• sensitive
• gentle
10. How much do you agree with the following statements? (1=Completely disagree,
7=Completely agree)
• Linsey is likely trying to put forth an image of someone she is not.
• Linsey is likely misrepresenting herself to the hiring manager.
• Linsey is likely trying to present herself as something that she is not.
• Linsey is likely misrepresenting her innate self.
11. What gender were you assigned at birth?
• Male
• Female
• Prefer not to answer
12. What gender do you identify most with?
• Male
• Female
• Other
• Prefer not to answer
13. What is your age?
• 18 – 29
• 30 – 42
• 43 – 55
• 55 – 67
• 67 or older
14. Please specify your ethnicity.
• Caucasian/White
• African-American
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•
•
•
•
•
•
•

Latino or Hispanic
Asian
Native American
Native Hawaiian or Pacific Islander
Two or More
Other/Unknown
Prefer not to say

15. What is the highest degree or level of education you have completed?
• Some High School
• High School
• Some College
• Bachelor's Degree
• Master's Degree
• Ph.D. or higher
• Trade School/Certification
• Prefer not to say
16. Are you married?
• Yes
• No
• Prefer not to say
17. What is your annual household income?
• Less than $25,000
• $25,000 - $50,000
• $50,001 - $100,000
• $100,001 - $200,000
• More than $200,000
• Prefer not to say
18. What is your current employment status?
• Employed Full-Time
• Employed Part-Time
• Seeking opportunities
• Retired
• Prefer not to say
Thank you for your participation!
[insert completion code here]
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Appendix D – Study 2 Survey

Online Research Participation Consent Form
Primary Investigator: Hannah Daab
You are being invited to participate in an online research study conducted through Murray State University.
This document contains information you will need to help you decide whether to be in this research study
or not. You must be at least 18 years old to participate. Please read the form carefully and ask the
investigator questions about anything that is not clear. You should print a copy of this document for your
records.
10.
Nature and Purpose of Project: The purpose of this survey is to investigate how physical
characteristics impact human perceptions. By conducting this survey, the investigator hopes to learn
more about physical factors that are influential for in decision making practices and the perceptions
drawn based on those physical attributes.
11.
Participant Selection: You are being asked to take part in this research study because you are
representative of the general population.
12.
Explanation of Procedures: You will be asked to review hiring materials for a potential
candidate then answer a series of evaluative questions. You may also be asked to answer a series of
questions about yourself, your habits and opinions. You will answer the questions using a computer.
Please remember there are no right or wrong answers in this study; the investigator just wants your
honest opinion. You do not have to answer every question or complete every task.
Study Duration: It is expected that it will take you no longer than 15 minutes to complete this research
study.
13.

Discomforts and Risks: There are no anticipated risks and/or discomforts for participants.

14.
Benefits: This study is not designed to benefit you directly. However, your participation may
help to increase our understanding within the workplace.
15.
Participant Compensation: You will be paid for being in this research study. Compensation for
your participation will be as stated on the HIT acceptance page and is set using acceptable market rates
on mTurk. Participants who complete the HIT will be compensated within 3 days through mTurk.
16.
Confidentiality: Your participation in this study is anonymous. Neither the researcher nor
anyone else will know if you have participated or how you responded.
17.
Refusal/Withdrawal: Your participation is strictly voluntary and you are free to withdraw/stop
participating at any time with no penalty.
18.
Contact Information: Any questions about the procedure or conduct of this research should be
brought to the attention of Dr. Sarah Lefebvre at slefebvre@murraystate.edu.
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YOUR CONTINUED PARTICIPATION INDICATES THAT THIS STUDY HAS BEEN
EXPLAINED TO YOU, THAT YOUR QUESTIONS HAVE BEEN ANSWERED, AND THAT YOU
AGREE TO TAKE PART IN THIS STUDY.
This project has been reviewed by the Murray State University Institutional Review Board (IRB) for the
Protection of Human Subjects. If you have any questions about your rights as a research participant you
should contact the MSU IRB Coordinator at (270)809-2916 or msu.irb@murraystate.edu.
START OF SURVEY
Thank you for agreeing to participate in this online study. Please take your time, read each question
carefully, and respond as honestly as possible. Specific questions have been inserted to check for your
attention along the way. At the end of the survey, you will receive a code to input for compensation through
mTurk.

PART 1
We are interested in gaining insight about trends in the media. For each of the trends listed please answer
the questions that follow.
Trends:
1. Covid-19 Vaccinations
2. #MeToo
3. The Royal Family
4. Climate Change
[participant will answer the following questions for each trend listed above]
1. How familiar are you with the discussion of [insert trend] in the media? (1 = not at all familiar, 7 =
extremely familiar)
2. How much do you know about [insert trend]? (1 = very little, 7 = a lot)
3. How would you rate your knowledge of [insert trend] relative to the rest of the population? (1 = one of
the least knowledgeable, 7 = one of the most knowledgeable)
4. Please indicate the extent to which you agree with the following statements (1 = strongly disagree, 7 =
strongly agree)
• I view myself as a support of [insert trend].
• I feel ties with [insert trend].
• My attitude towards [insert trend] is absolutely favorable.
• I identify with [insert trend].
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PART 2
[Scenario]
Please imagine yourself in the following scenario in as much detail as possible.
Imagine you are the hiring manager at Company ABC. The company has a current job opening for the
position of Accounts Receivable Manager. This position will report directly to you, because of this you are
part of the hiring team. A human resource manager has sent you a number of resumés to review and select
candidates from for initial interviews.
On the next screen you will be provided with the job description and a resumé from an applying candidate.
Please take your time to review the job description and resumé. You will then be asked a series of questions.

JOB DESCRIPTION
The ABC Company is looking for a highly motivated Accounts Receivable Manager.
This Accounts Receivable team is one of the most important teams in the Company. The team is
responsible to bring in our weekly collection goals to ensure vendors are paid on time, are exceeding
customer expectations and ultimately customer delight.
The Accounts Receivable Manager is responsible for overseeing the Accounts Receivables Specialists
and their relevant tasks. This includes the day to day activities of accounts receivable such as billing and
collection of invoices to ensure timely payments from our customers. You will help escalate internal and
external issues to our stakeholders and be a main point of contact for our biggest stakeholder, our
customers.
Responsibilities:
•
•
•
•
•
•
•
•
•

Supervise the activities of the Accounts Receivables Specialists
Provide training, guidance, and direction to employees to ensure work is performed in an
efficient, timely, and knowledgeable manner
Assist with the calculation and communication of our collection goals to positively impact the
company
Oversee collection of invoices to ensure timely payment, issue resolution, and ultimately meet the
collection goals
Coordinate with Operations and Accountants to research and resolve order issues that impact
collections
Formulate and recommend collection policies and adherence to accepted standards
Identify trends, patterns, processes and strategic opportunities that will improve collections and
overall business performance
Communicate with all levels within Finance and the Business on AR risk that could impact the
business unit and company in a timely manner
Communicate professionally on customer inquiries and concerns

Qualifications:
•

Bachelor's degree preferred
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•
•
•
•
•
•
•
•
•
•
•
•

4+ years of relevant business to business collections experience required
Previous management/leadership experience required
Demonstrate trustworthiness and ethical behavior
Proficient Microsoft Office Suite skills required
Strong attention to detail required
Demonstrate problem solving and analytical skills
Personal time management skills and organization
Ability to professionally communicate with all levels of the business
Demonstrate strong presentation skills
Ability to support multiple groups at one time
A strong team player with evidence of professional maturity and self-confidence
Demonstrate team leadership and project management skills
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RESUMÉ (CONDITION 1 – Sample image – Images used will be similar to those provided,
exact model may change)
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RESUMÉ (CONDITION 2 - Sample image – Images used will be similar to those provided,
exact model may change)
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[SURVEY QUESTIONS]
Please answer the following questions related to the candidate information you just reviewed.
1. All in all, how qualified do you think Linsey is for the position? (1=Very unqualified, 7=Very

qualified)
2. Based on the information provided to you, when making decisions about candidates to bring in
for the next round of interviews: (1 = I would NOT choose this person; 7 = I would definitely
choose this person)
3. How likely would you be to recommend hiring Linsey? (1=Very unlikely, 7=Very likely)
4. Assume Linsey was recommended for hire. Suggest her starting salary from among the five
choices below. Assume $40,000 is the national average salary for the position.
• $35,000
• $37,500
• $40,000
• $42,500
• $45,000
5. Based on the information provided to you, what is your impression of Linsey in terms of each
of the following? (7-point Likert)
• immoral / moral
• corrupt / honest
• deceptive / upright
• potentially harmful to the company / potentially helpful to the company
• manipulative / not manipulative
• not trustworthy / trustworthy
• unmotivated / motivated
• indecisive / decisive
• feminine / masculine
• emotional / unemotional
• attractive / unattractive
6. Please indicate your opinion towards the individual on each of the following attributes: (7point Likert)
• flawed/perfect
• poor-looking/nice-looking
• not very aesthetically pleasing/very aesthetically pleasing
• unattractive/attractive
• bad appearance/good appearance
• ugly/beautiful
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7. How much effort does this person put into getting ready each day? (1 = very low effort, 7 =
very high effort)
8. How sexually appealing is this person? (1 = not at all, 7 = very)
9. Please select Somewhat Agree as your response. (1=Completely disagree, 7=Completely
agree)
10. How much do you agree with each of the following statements? (1=Completely disagree,
7=Completely agree)
• The decision to hire Linsey involves high risk.
• Linsey has the same chance as standard job applicants of not performing as
expected.
• The likelihood of Linsey performing as expected is significantly lower than the
likelihood of standard employees performing as expected.
11. Please describe the extent to which you feel each word describes Linsey. (1=Very
inaccurate, 7=Very accurate)
• warm
• kind
• friendly
• sincere
• approachable
• competent
12. Please describe the extent to which you feel each word describes Linsey. (1=Very
inaccurate, 7=Very accurate)
• intelligent
• capable
• skillful
• sensitive
• gentle
13. How much do you agree with the following statements? (1=Completely disagree,
7=Completely agree)
• Linsey is likely trying to put forth an image of someone she is not.
• Linsey is likely misrepresenting herself to the hiring manager.
• Linsey is likely trying to present herself as something that she is not.
• Linsey is likely misrepresenting her innate self.
14. What gender were you assigned at birth?
• Male
• Female
• Prefer not to answer
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15. What gender do you identify most with?
• Male
• Female
• Other
• Prefer not to answer
16. What is your age?
• 18 – 29
• 30 – 42
• 43 – 55
• 55 – 67
• 67 or older
17. Please specify your ethnicity.
• Caucasian/White
• African-American
• Latino or Hispanic
• Asian
• Native American
• Native Hawaiian or Pacific Islander
• Two or More
• Other/Unknown
• Prefer not to say
18. What is the highest degree or level of education you have completed?
• Some High School
• High School
• Some College
• Bachelor's Degree
• Master's Degree
• Ph.D. or higher
• Trade School/Certification
• Prefer not to say
19. Are you married?
• Yes
• No
• Prefer not to say
20. What is your annual household income?
• Less than $25,000
• $25,000 - $50,000
• $50,001 - $100,000
• $100,001 - $200,000
• More than $200,000
• Prefer not to say
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21. What is your current employment status?
• Employed Full-Time
• Employed Part-Time
• Seeking opportunities
• Retired
• Prefer not to say
Thank you for your participation!
[insert completion code here]
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Appendix E – Resumé Photos
Study 1 – Photo Condition

Study 2 – CONDITION 1 – Low Effort
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Study 2 – CONDITION 2 – High Effort
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